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CHAPTER I 
I NTRODUCT I ON 
Statement of the Problem 
Vo I unteer programs give what money cannot b·uy, according to Nathan 
(1971): citizen awareness, citizen concern, the neighborly know-how 
and the personal caring that has no place in professionalism. Volun-
teering is a way in which many people show concern for others. The 
volunteer may belong to a civic organization, lead a youth group, help 
in a charity drive, or serve as a "pink lady" in a hospital, but each 
in some way gives of his or her time, energy and effort to help others. 
In a recent pub I ication, Schindler-Rainman and Lippitt (1975) have 
identified many societal trends that affect the volunteer today, and 
that wi I I have an increasing effect in the future. Society is growing 
larger and more complex at an alarming rate. Toffler (1970) projected 
that as our society becomes more complex 1 many institutions in our 
communities wi I I depend more and more on voluntary assistance. People 
wi I I become volunteers to help each other adjust to the changes about 
them. 
Individuals today are experiencing a shift in the focus of l.ife 
from work to leisure (Schindler-Rainman and Lippitt 1 1975). "Through 
cybernation, the scientific-technical base has freed man from working 
3,500 hours per year in 1870 to working less than 2,000 hours in 1970" 
(Bosserman and Gagan, 1972, p. 109). Less time is needed to work, and 
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in the process of this shift, many individuals are losing their personal 
identity and meaning of I ife. According to Erikson (Erikson, 1959), the 
sense of identity and feeling of self-worth is essential for healthy 
persona I ity development. "Man wi 11 .increasingly work to have time for 
leisure as self-development and self-fulfi I lment and not the reverse of 
using leisure simply for recuperation to go back to work 11 (Bosserman 
and Gagan, 1972, p. 124). Smith, Reddy and Baldwin (1972) state that 
volunteering primarily fulfi I ls the cognitive and self-actualizing 
needs of Maslow's hierarchy, since the more basic levels of human needs, 
those of safety and survival, are fl I led for most in today's society. 
Hayes and Stinnett (1971) have found that I ife satisfaction of middle-
aged husbands and wives is positively and significantly related to 
volunteer work and to participation in social and civic organizations. 
"Voluntary service should open new doors for a person, experience give 
him new perception of his own potential contribution, and participation 
grant him new sources of gratification and growth " (Naylor, 1967, 
p. 72). 
This increase in leisure time wi I I also give people a greater a-
mount of discretionary time available, so more diverse people wi I I 
have the time to volunteer. Many new people wi I I be potentially avail-
ab le as volunteers. Nathan (1971) states that the volunteers of the 
future will include not only the traditional "Lady Bountiful", but 
people from al I segments of society: professionals, youth, retired 
persons, poor and prisoners. "Persons who once served wi 11 serve 
others" (Nathan, 1971, p. 290). 
With the need for volunteers ever-increasing, with al I the people 
of the United States having more leisure time, and with the positive 
effects volunteerism has on people, more people wi I I need to envision 
themselves as being volunteers in the future. In helping to identify 
these potential volunteers, Smith (1972) states that there "should be 
more focus on attitudes,,personal ity traits, capacities, and related 
psychological characteristics of the individual as determinants of his 
participation" (Smith, 1972, p. 200). 
Volunteers are uti I ized to a great extent in the 4-H program. 
'' ... 4-H is the youth development phase of the Cooperative Extension 
Service" (Kruse, 1976, P. 6). The overal I objective of the Oklahoma 
4-H program is twofold. It is to: 
1. Provide the opportunity for al I youth to develop 
their greatest potential. 
2. Provide for adult education through development 
and training of leaders to share the program with the 
youth (Kruse, 1976, p. 9). 
Each year approximately 1/3 of these volunteer 4-H leaders are new to 
3 
the organization (National 4-H, 1973). In 1970 Banning (1970) estimat-
ed that professionals in the Cooperative Extension Service, to do 4-H 
education alone, wi I I be recruiting over 200,000 volunteers per year 
during the next five years. This problem is increasing today. Exten-
sion workers, especially the county professional youth worker, have a 
responsibi I ity in recruiting (Nattonal 4-H, 1973). 
Extension youth agents rea I i ze this respons i bi I i ty. In a 1971 
study Goyen (1971) contacted youth agents in 41 states. From their 
reports, he identified ten critical tasks of youth agents. One of 
these tasks is to maintain organized groups, including recruiting and 
selecting new leaders. 
How wi I I these volunteer 4-H leaders be identified ~nd retruited? 
What personality and social characteristics are most prevalent in people 
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who enjoy volunteer work with youth? What motivations are instrumental 
in effective volunteers? 
Purpose of the Study 
In.order for Extension agents to recognize and effectively uti I ize 
volunteers for the 4-H program in the future, it is essential to learn 
more about the volunteers of today. The overal I objective of this 
study is to identify the personality and social characteristics and 
motivations of people who volunteer as adult 4-H leaders. Specific 
purposes are to identify the fol lowing: 
1. background characteristics of respondents; 
2. previous involvement in volunteer work; 
3. motivation for becoming involved in volunteer work; 
4. degree of involvement in 4-H work; 
5. perceptions of how they first became involved in 4-H leader-
ship; 
6. preceptions concerning reasons for becoming a 4-H leader; 
7. perceptions concerning what respondent personally enjoys most 
about work as a 4-H leader; 
8. perceptions concerning the greatest benefits of the 4-H pro-
gram to young people; 
9. perceptions concerning the degree of closeness of respondent's 
relationship with her children; 
10. perceptions concerning the degree to which respondent possesses 
each of the fol lowing needs: 
a. ACHIEVEMENT - ambition, to succeed, to do one's 
best to accomplish something of great signifi-
cance; 
b. AFFILIATION - need for people, friends, groups, 
to form strong attachments; 
c. SUCCORANCE - to receive help, encouragement, 
sympathy, kindness from others; 
d. NURTURANCE - to give help, sympathy, kindness 
to others, to be generous; 
e. COMPETITION - need to compete, to be involved 
in contests, to have personal achievement mea-
sured in comparison with someone. 
11. the mean scores among 4-H leaders concerning: 
a. expressed Inclusion, Control and Affection 
dimensions of the FIR0-8, and 
b. the wanted Inclusion, Control and Affection 
dimensions of the FIRO-B. 
Definitions 
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Two terms have specific meaning for this study. In order to avoid 
misinterpretation, the fol lowing definitions are given: 
1. volunteer - "The (service) volunteer is one who engages in 
activities mutually beneficial to herself/himself and other individ-
uals, groups or organizations on a non-salaried basis and of her/his 
own free wi 11" <"Minn. Conf. Develops", 1974, p. 6). II .an adult 
who contributes, without monetary compensation, a portion of his time 
each week in direct service to other people, performing roles they did 
not learn in a professional training program, but rather learned through 
agency sponsored training programs'~ (Horn, 1973, pp. 11-12). "A 
volunteer may be defined broadly as a person engaging in voluntary 
action with I ittle or no direct economic benefit being received as a 
result of this activity" (Smith, Reddy and Baldwin, 1972, p. 172). 
2. 4-H leader - 111 4-H Leader' is a title for volunteer adults and 
youth engaged in helping children and youth learn in 4-H learning 
groups (often called 4-H clubs)" (National 4-H, 1973, p. 2). In this 
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study, the term 4-H leader wi I I be restricted to adults only. 
CHAPTER l l 
REVIEW OF LITERATURE 
Past research with volunteers has been conducted chiefly with vol-
unteers in health areas dealing with crisis situations, such as tele-
phone crisis I Ines, or in what volunteers do, not about the volunteers 
themselves. This chapter is concerned with volunteers in regard to: 
demographic information; personality characteristics of people who vol-
unteer; motivations of people who volunteer; and 4-H volunteer adult 
leaders. 
Demographic Information 
A Census Bureau survey conducted in 1974 indicates that one out of 
four Americans over the age of 13 does some form of volunteer work. 
"The most typical American volunteer in 1974 was a married, white woman 
between ages 25 and 44 who held a college degree and was in the upper 
income bracket" (Action, 1975, p. 3). 
From the total population of the United States over the age of 13, 
the Census Bureau survey indicates that 24 percent of those surveyed 
are involved in voluntary action <Action, 1975). Divided by age group, 
the largest group of volunteers derives from the largest population 
segment, ages 25 to 44. The percentages are: 
25 to 44 years of age, 30 percent; 45 to 64 years of age, 
25 percent; 14 to 17 years of age, 22 percent; 55 to 64 
years of age, 21 percent; 18 to 24 years of age, 18 per-
7 
cent; and, 65 years of age and older, 14 percent (Action, 
1975, p. 24). 
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Payne, Payne and Reddy (1972) state that the middle years Cmid-40's with 
+ a factor - ten years) are the highest point of membership and partici-
pation. Reddy and Smith (-2_, 1973) explain this statistical information 
in terms of the family I ife cycle. Children begin at low rates of 
volunteerism and increase to relatively high rates in adolescence. 
Then, as the person leaves school, begins employment, and gets married, 
his/her participation drops due to lack of funds and time. As his/her 
children reach school age, his/her volunteerism increases, mostly in 
youth-oriented areas. This increase continues, reaching a peak in the 
person's 40 1 s and 50 1 s when the children are in school, then declining 
unti I retirement. In post-retirement years, the individual's volun-
teerism fal Is to a low level, or is even reduced to zero, particularly 
if the individual 1 s health is poor. 
In regard to sex, the survey indicates that 26 percent of al I wo-
men volunteer as compared to 20 percent of al I men who volunteer (Act-
ion, 1975). In earlier periods of history, males participated more in 
voluntary action than females, according to Reddy and Smith (-2_, 1973). 
As the world moved toward equality of the sexes, the emphasis shifted. 
However, types and patterns of volunteerism sti I I exist. The Census 
Bureau survey (Action, 1975) indicates that while female volunteers 
generally outnumber males, men make their strongest showing as group 
leaders and as planners and organizers. Payne, Payne and Reddy (1972) 
state that women belong to more religious and service-oriented volunteer 
groups than do men. 
Married people seem inclined to volunteer more than single, widow-
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ed, or divorced/separated people. Twenty-seven percent of the married 
population volunteers as compared to 20 percent of those who never 
married and 15 percent of those who were married but no longer are 
<Action, 1975). Payne, Payne and Reddy (1972) agree that married pee-
pie have the highest rates of vo1unteerism, but they broke this down 
further by stating that widows and widowers have higher rates than 
tbose single or divorced/separated. Reddy and Smith (~, 1973) suggest 
the explanation that the married person is more involved in social 
relationships and organizations that are conducive to volunteerism. 
Payne, Payne and Reddy (1972) state that in general, the more 
children a parent has, the more I ikely it is that he/she wi I I join 
associations and participate in them. Reddy and Smith (~, 1973) agree, 
but add that the children's ages affect the wife's participation more 
than the husband's participation. 
A phenomena of American volunteerism is that al I strata of econom-
ic, educational and social levels contribute volunteer time (Action, 
1975). However, people of a higher socioeconomic strata are much more 
I ikely to become volunteers than are lower socioeconomic status people 
(Payne, Payne and Reddy, 1972, and Reddy and Smith,~' 1973). 
The Census Bureau survey shows that the more education a person 
has, the more I ikely he or she is to volunteer . 
. of those Americans who had attended college, those with 
four years or more vo I unteered at a rate of 43 percent, wh i I e 
those with less than four years of college declined to 32 per-
cent. The same pattern holds for secondary school education. 
Those with four years of high school education volunteered at 
a rate of 25 percent while those with less than four years 
had a rate of 15 percent (Action, 1975, p. 7). 
Payne, Payne and Reddy (1972) agree that those with higher levels of 
education are more I ikely to join associations, to participate active-
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ly, and to assume leadership roles. 
Action (1975) also reports that as the family income level drops, 
the rate of volunteerism sharply declines. In regard to work style, 
Payne, Payne and Reddy (1972) found that higher occupational status is 
positively associated with membership, participation and leadership. 
Reddy and Smith C,i, 1973) state that people who have orderly career 
patterns are more I ikely to participate in voluntary associations and 
programs. Payne and Reddy_ (1972) further state that political activity 
is associated with membership and participation in non-political volun-
tary associations. Higher rates of media exposure are also directly 
related to higher rates of volunteerism. 
Volunteers average nine hours per week on their individuaJ pro-
jects, according the the Census Bureau survey (Action, 1975). When 
classified by their frequency of labor, 36 percent of those who volun-
teer indicate that they do so once a week. 
In looking specifically at the week of Apri I 7 to 13, 1974, the 
type of work volunteers did was tabulated in the survey. The percent-
ages were: 
religion, 50 percent; education, 15 percent; health, 15 per-
cent; civic and community action, 14 percent; citizenship, 12 
percent; recreation, 11 percent; social and welfare, 7 per-
cent; political, 3 percent; and justice, 1 percent (Action, 
1975, p. 8). 
The survey indicates a direct correlation between the fami ly 1s 
I ife cycle stage and the education category. Those who are involved in 
getting an education seem to be the ones who volunteer in this field. 
Twenty-three percent of al I teens who volunteer work in education 
fol lowed by 20 percent of al I volunteers in the 18 to 24 age, and 17 
percent of al I volunteers 25 to 44 (Action, 1975). The number continues 
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to drop as the volunteers get older, since they are no longer directly 
involved in education. 
In the heal~h category 1 the rate of volunteerism rises as the age 
group gets older. In the 45 to 64 age span, health volunteers are 18 
percent of the total of that age .. The rate rises to 22 percent in the 
over 65 age group (Action, 1975). 
Another category which holds a specific age group is recreation. 
This category's highest participation of volunteers is indicated in the 
young parents, 25 to 44 years of age. They volunteer at the rate of 
14 percent for recreation (Action, 1975). 
Finally, in the religion category, two trends are seen. The lower 
the yearly earning, the less education a volunteer has, the higher the 
rate of volunteer participation in the religion category (Action, 1975). 
Angrist (1967) studied role constellation of women as a variable 
in leisure activities. She divided the 245 returned questionnaires 
from col rege alumnae into 5 categories: A. single, working ful ltime, 
mean age 31 years; B. married, I iving with husband, chi Id less, working 
at least half-time, mean age 28 years; C. married, I iving with husband, 
preschool children only, not working, ~ean age 28.1 years; D. married, 
I iving with husband, preschool and school age children only, not work-
ing, mean age 36.5 years; and , E. married, I iving with husband, school 
age children only, not working, mean age 37.3 years. She found that the 
5 categories do not differ significantly in total leisure participation. 
However, community welfare activities show a consistent and striking 
pattern of increase from category A through category E, while home-
centered actiyities tend to decrease from category C through category E. 
Eitzen (1970) made a study of voluntary association memberships 
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among middle class women in 2 smal I Kansas towns and 3 Kansas cities. 
He interviewed 230 women. He found that approximately two-thirds of 
the sample are members of 3 or more voluntary associations. Residents 
in smal I towns have fewer memberships than those in urban areas. A 
slight (but not significant) curvi I inear pattern is found with member-
ship and age. Home owners were found to have significantly more mem-
bership than renters. 
Monk and Cryns (1974) in a study checking voluntaristic intent of 
aged people found that those who express interest in voluntary action 
tend to: be significantly younger and better educated; have a belief 
that one has something to offer others; have an expressed interest in 
continued peer associations with other senior citizens and in organized 
senior citizen's activitiBs: have a self-perception that includes a 
broader pattern of social and recreational interests; and, be a home-
owner in the community. However, this is only a study of stated inter-
est in volunteerism, not actually volunteering. 
Personality Characteristics 
Studies completed indicate that personality characteristics of vol-
unteers differ significantly from those of non-volunteers in some area 
CHorn, 1973; Smith and Nelson, 1975; Tapp and Spanier, 1973; Carothers 
and lnslee, 1974; Engs and Kirk, 1974; and Reddy and Smith, 1973). Var-
ious groups and psychofogical tests were used to determine the person-
ality characteristics. The fol lowing wi I I discuss some of the results 
obtained. 
Reddy and Smith (.1_, 1973, and 1972) generalize that participation 
in voluntary action is greater for a person characterized by the fol low-
ing broad personality traits: 
1. Extroversion, sociabi I ity, friend I iness, social confidence 
<vs. introversion, interpersonal cynicism, distrust). 
2. Ego-strength, psychic adjustment, satisfaction, optimism, 
positive self-image, self-confidence (vs. anxiety, neuroti-
cism, pessimism, dissatisfaction). 
3. Dominance, aggressiveness, personal autonomy, leadership, 
assertiveness (vs. submissiveness, shyness, dependence, con-
formity, acquiescence). 
4. Achievement motivation, efficacy, competence, persever-
ence (vs. fatal ism, a I ienation, powerlessness, apathy, lack 
of aspirations). 
5. Flexibi I ity, adaptibi I ity, readiness to change (vs. rigi-
dity, compulsiveness, authoritarianism, inflexibi I ity). 
6. Morality, superego strength, altruism (vs. lack of inter-
personal and group orientation or concern, selfishness, ex-
pedient orientation) <Reddy and Smith,±_, 1973, p. 37). 
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They further state that weaker evidence indicates that those volunteer-
ing have greater empathy and need for relative closeness, higher energy 
levels, and greater concern for the future, as shown in planning. 
In a 1973 study, Horn looked at three subject groups: adults who 
work with high risk emotionally disturbed, and have done so for at 
least six months; adults who work with low risk non~disturbed and have 
done so for a least six months; and adults who have done no volunteer 
work in the last five years. Tests used were the Tennessee Self-Concept 
scale and the FIRO-B. Dr. Horn has found that volunteers display less 
confl let and variabi I ity in personality characteristics than non-
volunteers (Horn, 1973). Volunteers express a greater affinity for 
close interpersonal relationships and a greater number of community-
centered values. Those working with high risk emotionally disturbed 
express more self-actualizing values and a greater level of personality 
integration. The author of this study concludes that these findings 
indicate that there may be prerequisite personality characteristics 
that influence a person to volunteer or not, and that these character-
istics influence his or her choice of assignment (Horn, 1973). 
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Tapp and Spanier (1973) have compared volunteer telephone counsel-
ors and non-volunteer college students using the Terinessee Self-Concept 
Scale, the Personal Orientation Inventory, and the Self-Disclosure 
Questionnaire. They (Tapp and Spanier, 1973) have found a tendency for 
the volunteers to perceive themselves In a more positive manner overal I 
than the non-volunteers. The volunteers describe themselves signifi-
cantly as rrore ethical than the non-volunteers. The volunteers tend 
to Ii ve more in the present and are more independent than the co 11 ege 
students. They des~ribe themselves as having self-actualizing values, 
being spontaneous~ accepting themselves, and having a greater capacity 
for intimacy than the non-volunteer college students described them-
selves. According to the tesults of the study, the volunteers are open 
to disclosing things about themselves to friends of both sexes. 
In another study with volunteer telephone counselors, Carothers 
and Ins lee (1974), in analyzing excerpts from cal Is taken, found that 
the level of empathic response given by the volunteers was not high, 
but was as good as that obtained in interpersonal interactions gener-
ally avai I able. Carothers and Ins lee felt that this was important since 
the volunteers are read! ly avai I able to anyone wishing to cal I. 
The study by Smith and Nelson (1975) used male rescue squad mem-
bers and members of the Big Brother organization as their volunteer 
sample, and a statewide probabi I ity sample as the non-volunteer sample. 
Al I involved were males. When using Cattel I's Personality Factor Ques-
tionnaire, volunteers were found to be significantly more out-going, 
warm-hearted, and easygoing, happy-go-I ucky, compu Is i ve I y Ii ve I y, en-
thusiastic, expressive, venturesome, socially bold, uninhibited, and 
spontaneous than non-volunteers. Volunteers were also found to be more 
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unsophisticated, natural, sentimental, and less complex than non-
volunteers. Volunteers tend to be group-dependent. Results suggested 
that volunteers tend to look for social contacts and find them reward-
ing. They actively seek social approval and the admiration of others. 
Findings also indicated that volunteers are conservative, respectful 
of established ideas and tend to be disinterested in rigorous analytical 
thought (Smith and Nelson, 1975). 
Waller (1974) in the study of the life-style and self-appraisal in 
middle-aged, married, educated women found the "housewife volunteer" 
picturing herself as confident, enthusiastic, optimistic, friendly, in-
tel I igent, independent, and helpful to others. The "housewife volun-
teer" is pleased with herself, her marriage, and her I ife in general. 
She is hardly ever lonely. The typical "housewife", however, expresses 
feelings of depression and uncertainty. She assesses her marriage as 
not very happy and her assessment of her competence in domestic ski I Is 
and chi Id care reveal self-doubts. She senses that she is not finding 
satisfaction in what she is doing, but she rates her work ski I Is low 
and understandably has negative feelings about going to work. 
Motivation 
Another aspect of volunteerism is motivation. Several authors 
have dealt with this subject, especially in regard to recruiting vol-
unteers. 
In a 1972 study, Turner (1972) found that personal feeling about 
the program needs rather than program variables influence recruitment. 
That is, that a person is more I ikely to get involved from personal 
contact with the program, rather than from hearing about the program 
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alone. 
Payne, Payne, and Reddy (1972) state that people become more in-
volved when personally asked to do so. They further state that chi Id-
ren learn to participate and are encouraged by their parents, with 
fathers notably influencing sons and mothers Influencing daughters. If 
parents have been joiners and active participators, their children are 
I ikely to be so also. Reddy and Smith <l, 1973) noted that this in-
fluence will continue In adulthood. Payne, Payne, and Reddy (1972) also 
found.that spouses are espcial ly influential on each other's member-
ship and partic.ipation. Having large numbers of friends, knowing large 
numbers of neighbors, and being involved with fellow workers also in-
creases volunteerism (Payne, P?yne, and Reddy, 1972). Higher rates of 
participation in informal social settings and of membership and partic-
ipation in various formal organizational settings is positively related 
to higher rates of membership and participation (Payne, Payne, and 
Reddy, 1972). Reddy and Smith (1_, 1973) stated the above as "people 
who are busy and involved in one realm of social acitivity also tend to 
be busy and involved in other realms" (p. 23). 
Mulford and Klonglan (1972) I isted the fol lowing general formal 
voluntary organization-relevant attitudes significantly related to more 
individual affi I iation with organized voluntary groups: 
1. General obi igation to participate in FVOs. (Strong rela-
tionship with high consistency). 
2. General perception of instrumental value of FVOs. (Strong 
relationship with high consistency). 
3. Formal group preference: low degrees of need inviolateness. 
(Strong relationship with high consistency). 
4. Anomia. (Strong and negative relationship with high consis-
tency). 
5. Service orientation to leisure time. (Strong relationship 
with high consistency). 
6. Favorable attitudes toward participation in FVOs held by 
significant others. (Weak relationship with low consistency). 
7. Friendly relations with people in specific FVO. (Strong 
relationship with high consistency). (Mulford and Klonglan, 
1972, p. 269). 
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Reddy and Smith (_!, 1973) I isted the fol lowing attitudes likely to 
motivate a person to vo I unteer: 
1. A strong general sense of moral, c1v1c, or social obi i-
gation to participate in voluntary action ... 
2. A service orientation toward leisure time. 
3. Strongly positive attitudes toward one's local community, 
its people, organizations, and activities. 
4. A preference for formal organized groups as a way of 
accomplishing goals in general •.. 
5. Strongly positive attitudes toward the efficacy of vol-
untary associations and voluntary action programs 
6. Low degrees of alienation; few feelings of powerlessness 
and soc i a I i so I at ion. 
7. Perceptions that one's family, friends, and "significant 
others" generally approve of voluntary action and one's par-
ticipation in it (Reddy and Smith, .1_, 1973, pp. 35-36). 
Seventy-two percent of the volunteers in a study by Engs and Kirk 
( 1974) responded "to help others" on an open-ended question as their 
reason for volunteering. The other 28 percent responded: self-growth, 
experience, or course credit. 
In the 1974 Census Bureau survey (Action, 1975), the respondents 
were asked to designate the reasons for their first non-religious vol-
unteer work. They were given a choice of eight responses, and they 
were to check as ma.ny as app Ii ed. Responses given were: 
1. Wanted to help people, 50 percent; 2. Enjoy volunteer-
ing, 36 percent; 3. Had a sense of duty, 32 percent; 4. 
Had a chi Id in the program, 22 percent; and 5. Could not 
refuse when asked, 15 percent (Action, 1975, p. 13). 
Schindler-Rainman and Lippitt (1975) stated that "successful vol-
untarism wi 11 come about only if individuals feel motivated toward it" 
(p. 46). They I isted several different contrasting motivations which 
may be at work in the decision to volunteer or not: 1. self-
actualizing possibi I ities, including opportunities for learning, for 
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excitement, for personal growth; vs. service, duty, and the repayment of 
a 'service received' debt; 2. inner-oriented individuals who put 
emphasis on their own feelings, their own sense of relevance, and their 
own values as guidelines in the decision; vs. other-oriented individuals 
who are more influenced by their peers, by the potential visibi I ity and 
status of the volunteer activity, etc.; 3. action in which the person 
wants direct action with clients or emotional associations; vs. reflec-
tion and pol icy in which the person wants to be involved in decision-
making with the opportunity for power and influence; 4. identifying 
with the larger community and its welfare; vs. interpersonal meanings 
and group membership meanings of the particular volunteer opportunity; 
and, finally, 5. autonomy-oriented, which involves freedom to do what 
the individual wants within the organization; vs. interdependence-
oriented, which involves peer relationships and opportunities for 
mutual lty of support; vs. support-oriented, which involves desiring 
specific tasks and guide I ines so that it wi I I be something where the 
individual can feel comfortable and competent. According to Schindler-
Rainman and Lippitt (1975), identifying, understanding, and supporting 
the motivations of the individual volunteer is critical. 
4-H Volunteer Adult Leaders 
Research done involving 4-H leaders has been I imited to a degree to 
training in specific program areas. However, there is some research 
that has been aimed at 4-H leaders specifically. 
Ward (1963) in a study of 7 character bui I ding youth organizations 
reports that over 65 percent of 4-H leaders are parents. She also re-
ports that less than 2 percent of volunteers indicate that they wi I I 
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volunteer without being asked. She points out a need for some method 
of communication which wi I I have enough influence on the prospective 
recruits so they can see the need and act to fi I I it, such as 4-H mem-
bers recruiting their parents. 
Boyle and Douglah (1964) in trying to acquire more information 
about the problems, needs, and concerns of the people of Columbia 
County, Wisconsin, have conducted a survey of 532 adults. Of those 
responding, 47 percent have expressed interest in becoming leaders in 
various youth organizations, namely Sunday School, 4-H, and Boy Scouts, 
respectively. Of those interested, a higher percentage are women rather 
than men. Seventy-five percent of those interested are married. As 
the number of children increases, interest in youth leadership also in-
creases. Eighty percent of those interested have at least a high 
school education, while 50 percent of those expressing no interest have 
an eighth grade education or less. Those interested in youth leadership 
participate to a greater extent in voluntary organizations than those 
expressing no interest. Boyle and Doug I ah (1964) generalized that pea-
pie wi 11 ing to serve as youth leaders are generally young, married, have 
children, have at least a high school education, and are higher partici-
pators in community organizations and educational activities. 
Apps' ( 1967) study of 4-H members' I eadersh i p preferences found 
that members rank their preferences on characteristics of volunteer 
I eaders as fo I I ows: 
kindness and helpfulness, 68 percent; ski I Is and talent, 
55 percent; social ski I Is, 33 percent; authoritativeness, 
17 percent; respect for young people, 17 percent; and, 
attractive physical characteristics, 12 percent (Apps, 
1 96 7, p • 86 ) . 
Freeman (1968) using 181 people randomly selected from the Randolph 
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County, North Carolina jury I ist conducted a survey by telephone inter-
view and them fol lowed up wtth personal visits. The data would seem 
to indicate that the adult who would most I ikely be interested in 4-H 
leadership is a former 4-H club member under 40 years of age who has 
children 19 years of age and under I iving at home. 
Banning (1970) reports from a study of 237 volunteer adult 4-H 
leaders representing 42 states, half from rural counties and half from 
urban counties, that 65 percent of the leaders are between 36 and 55 
years of age, 2i percent are under 25 and 1.3 percent are over 65. 
Fifty-three percent have spent most of their I ives on a farm. In regard 
to the number of children they have, 75.5 percent have from 2 to 5 
children, and of these over 33 percent have 4 or 5 children. Ten per-
cent of the leaders have children but none in 4-H, while 75.4 percent 
have children in 4-H, and 14.4 percent have no children of 4-H age. Of 
the leaders surveyed, 48.5 percent had not been 4-H members when child-
ren. In regard to education, 80 percent are high school graduates, and 
of these, 20.3 percent are college graduates. Of the women leaders 
surveyed, 51. 1 percent work outside the home, and these are split evenly 
between part-time and ful I-time work. Of these, 28.8 percent are teach-
ers or in other professional work. Banning (1970) further reports that 
62.5 percent of the leaders surveyed average devoting from 6-20 hours 
per month to work as 4-H leaders. Those averaging less than 5 hours per 
month total 19.6 percent, and 17.8 percent average between 20 and 40 
hours per month as a 4-H leader. 
Banning (1970) when using the Adaptabi I ity Test with the 4-H lead-
ers found that the fol lowing criteria for selecting adults to become 
4-H leaders was emphasized: intel I igence, sociabi I ity, a bright out-
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I ook on I i fe, a positive se If-concept, reasonab I y we I I-organized, and 
rapport with children of the community. 
A 1973 National 4-H Volunteer Leadership Development Committee re-
port on recruiting states that "if the people you are recruiting have 
family members involved in 4-H, they wi 11 be easier to reach" (p. 2). 
They I isted 5 methods for recruiting also, but stressed that the one-
to-one method is the best way to reach people and to get them involved. 
Pyle (1973) in trying to determine what potential the concept of a 
balanced orientation to person and task might have for approaching 4-H 
leader training used a mailed questionnaire with al I 4-H leaders, junior 
leaders, youth agents and state staff in the East Central Extension 
area of Indiana. Al I groups studied had a greater concern for the 
person dimension than the task dimension of leader behavior as indicated 
by higher person scores. Pyle found that leaders with only a few years' 
experience differ I ittle in task and person orientation from those who 
have been leaders 6 or more years. Leaders in the age span of 40 years 
or older appear to be higher in person and task orientations when com-
pared to leaders ages 20-39. Leaders who have no formal education past 
high school exhibit higher person and task orientations than did those 
with education past high school. Leaders who had be~n 4-H members 6-
10 years exhibit a lower concern for task and person dimensions than did 
either those 4-H leaders with 1-5 years 4-H membership or those who 
hadn't been 4-H members. Leaders who had been 4-H members 1-5 years 
scored highest of the three categories in person orientation. Women 
exhibited higher person orientation scores than men exhibited. 
In regard to training needs, Pyle (1973) found that adult leaders 
suggested training completely opposite of their orientation. In other 
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words, their training requests were in the task dimension of leader be~ 
havior. Men favored task training more than women did. Leaders 40 
years of age and older felt a greater need for task training than the 
younger leaders. Leaders who had no education past high school request-
ed task training at a higher ratio than any oth~r group studied. Fin-
a I ly leaders who themselves had been 4-H members for a period of 1-5 
years requested less task training than did leaders who had been 4-H 
members for 6 or more years. 
Denmark (1973) studied self-acceptance as related to leader effec-
tiveness. The Extension 4-H agents in 25 randomly selected counties in 
Texas rated their leaders according to how they perceived the leader's 
effectiveness, and each leader fi I led out Berger's Self-acceptance 
scale. Denmark (1973) found a direct and positive association between 
the degree of self-acceptance and the Extension 4-H agents' ratings of 
leader effectiveness, highly significant beyond the .05 level. 
CHAPTER I 11 
PROCEDURE 
Selection of Subjects 
The subjects were 153 adult women 4-H leaders in Oklahoma.from 35 
randomly selected counties, equally representing the five Extension 
districts. The Extension professionals who work with 4-H in those 
counties were asked to identify six effective women 4-H leaders to 
participate in the research. The fol lowing criteria were given to the 
Extension agents to help them in identifying the effective volunteer 
4-H leaders: 
1. Has a sincere interest In boys and girls and enjoys 
working with them. 
2. Is I iked and respected in the community by both adults 
and youth. 
3. Works democratically with youth and other adults. 
4. Is willing to share responsibility with others. 
5. Plans and organizes work in advance. 
6. Is a good teacher. 
7. Has perseverance--is slow to give up. 
8. Is a mature individual and is somewhat aware of own 
strengths and weaknesses~ 
9. Is wi I I ing to attend training meetings. 
10. Is enthusiastic about 4-H (Denmark, 1973, pp. 7-8). 
Any length of service as a volunteer 4-H leader was acceptable. The 
leaders identified were then mailed a questionnaire which they returned. 
Questionnaires were sent to 208 adult women ·4-H leaders and 153 respond-
ed, representing a 74 percent rat~ of return. The data was collected 
in February and March, 1977. 
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Discription of the Instrument 
The instrument used as a 4-part questionnaire. It included fixed 
alternative and open-ended questions to ascertain the fol lowing: 
a. background characteristics of the respondents; b. previous in-
volvement in volunteer work; c. motivation for becoming involved in 
volunteer work; d. degree of involvement in 4-H work; e. perceptions 
concerning what respondent personally enjoys most about work as a 4-H 
leader; and, g. perceptions concerning the greatest benefits of the 
4-H program for young people. These questions were developed by the 
author, using the questionnaire from Americans Volunteer 1974 (Action, 
1975, pp. 20-22) as a guideline. A fixed alfernative question was in-
cluded to determine perceptions concerning the degree of closeness of 
the respondent's relationship with her children. Edward's Personal 
Preference Scale was adapted in order to measure perceptions concerning 
the degree to which respondent expressed each of the fol lowing needs: 
achievement, aff i I iation, succorance, nurturance, and competition. 
Perceptions concerning expressed inclusion, control and affection and 
wanted inclusion, control and affection were measured using the FIR0-8. 
The questionnaire was first evaluated by 14 Extension ~rofessionals in 
Oklahoma, including county, district and state staff members who work 
with 4-H. After revision, it was tested with 15 leaders who were not a 
part of the sample before being sent to the 4-H leaders in the sample. 
FIRO-B 
The primary purposes of the Fundamental Interpersonal Relations 
Orientation-Behavior (FIR0-8) are: "1) to measure how an individaul 
acts in interpersonal situations; and 2) to provide an instrument that 
25 
wi I I faci I itate the prediction of interaction between people" <Schutz, 
1958, p. 58). The FIR0-8 is a 54-item self-report questionnaire which 
measures three fundamental dimensions of interpersonal relationships: 
Inclusion, Control, and Affection. Inclusion assesses the degree to 
which a person associates with others. Karen Horney's concept of "mov-
ing toward people" or "moving away from peoplen and the Jungian concepts 
of "introversion" and "extroversion" are similar to inclusion. Control 
measures the extent to which a person assumes responsibi I ity, makes 
decisions, or dominates people. The Affection score reflects the de-
gree to which a person becomes emotionally involved with others (Ryan, 
1970) . 
Ryan (1970) indicated that the test assumes that these three di-
mensions are fundamental in understanding and prediciting rnterpersonal 
behavior. Although other factors certainly influence a person's ac-
tions, if these three dimensions concerning a person are known, mean-
i ngfu I inferences can be made about that person 1 s behavior. 
For each variable, two aspects of behavior are assessed by this 
scale: the behavior the individual expresses toward others (expressed) 
and the behavior he wants others to express towards him (wanted). Ryan 
(1970) believes that what one seeks in interpersonal relationships is 
less directly observable, but it is valuable information in understand-
ing and predicting one's behavior. 
Separate subscales are constructed to assess each of the three 
needs, and each of the two modes of expression, six subscales in al I. 
The subscales of the FIR0-8 have been found to reflect a relatively 
high degree of internal consistency. The test-retest correlations are 
al I over .70 (8uros, 1972). 8uros (1972) states that the FIR0-8 is a 
worthwhile instrument for research. 
Analysis of Data 
A percentage and frequency count was used to describe the back-
ground characteristics of the respondents as wel I as the various per-
c~ptions. Categories were developed for the responses to the open-
ended questions. The FIRO-:B was scored using its key; then mean 




Description of the Subjects 
Al I of the 153 subjects were female 4-H leaders in one of the 35 
randomly selected counties in the state of Oklahoma. One hundred forty-
six I isted their race as white with 2 I isting black and 5 I isting 
Indian. When divided according to age, the largest proporation (24.5 
percent) was 35-39 years old, while the next largest group (22.5 per-
cent) was 40-44. The sample was therefore largely middle-aged. 
Ninety-six percent were married and I iving with their spouse. When 
asked about the number of children, 73.9 percent reported 2-4 children, 
with the largest group (32.7 percent) being those with 2 children. 
In regard to education, 98.6 percent were high school graduates or 
above, and 37.8 percent were college graduates or above. When consider-
ing their husband's educational level, 93.8 percent of the husbands 
were high school graduates or above and 35.3 percent were college grad-
uates or above. Regarding occupation, 55 percent I isted themselves as 
homemaker ful I-time or part-time along with another part-time job. 
Other occupations were 6 percent or less, except for teachers, ful I-time 
or part-time, which included 26.3 percent. The predominant occupation 
for their husband was farming and/or ranching, ful I-time or part-time 
with 39.1 percent of the husbands Involved. 
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Regarding place of residence 70.6 percent of the 4-H leaders re-
spond i ng reported I iv i ng "on a farm or in the country". Sma I I towns. 





Number of Children 
Highest Education 
Level Completed by 
Respondent 
TABLE I 




American Indian 5 
Other 0 








60 and over 6 
Married, I iving with spouse 147 
Divorced/separated 2 
Widowed 3 
Single, never been married 1 
0 13 






7 or more 1 
8th grade 1 
Some high school 1 
High school graduate 54 
High school plus some col lete 33 
College graduate 38 
Some graduate work 20 
High school plus some tech-










































Place of Residence 
TABLE I (Con+inued) 
Classification 
8th grade 
Some high school 
High school graduate 
High school plus some college 
College graduate 
Some graduate work 
High school plus some tech-
n i ca I training 
Homemaker, ful I- or part-time 
Teacher, ful I- or part-time 
Clerical & secretarial 
Teacher's aide 
Farmer & agribusiness 




Funera I di rector 
Manager 
Retired 
Farmer and/or rancher, ful 1-
or part-time 
Teacher or college professor 
Mechanic or repairman 
Sales work (agents, clerks) 
Self-employed 
Pub I i c Off i c i a I 
Construction or oi I field 
Agricultural agents 
Retired and/or disabled 
Scientist 
Engl neer · 
Analyst 
Others 
On the farm or in the country 
Smal I town under 5,000 
Town under 25,000 
City of 25,000 to 50,000 








































Perceptions of 4-H Leaders 
Concerning Volunteer Work other than 4-H 
30 
Percentages and frequencies were used to examine perceptions of 
4-H leaders concerning volunteer work other than 4-H. Results concern-
ing each of these perceptions are now presented. 
Previous Involvement 
When asked whether they had been involved in volunteer work other 
than 4-H during the past year, 83.7 percent of the 4-H leaders responded 
that they had done other types of volunteer work. Of these, 46. 1 per-
cent reported that they had spent 25-99 hours doing volunteer work other 
than 4-H work. 
Looking at their background, 59.9 percent of the 4-H leaders re-
ported that their parents had been involved in the past or were current-
ly involved in volunteer work. Regarding their husband's involvement 
in volunteer work other than 4-H, of those married 63.3 percent reported 
that their husbands were involved in some form of volunteer work other 
than 4-H. 
Motivation 
Reasons for beginning volunteer work were asked with a fixed alt-
ernative question. Most checked more than one response. "Wanted to 
help people" was the most frequent response with 27.9 percent, 21 per-
cent responded "enjoyed watching others deve I op and ach i eve 11 • Nineteen 
percent checked ''had a sense of dutyn. Frequent I y used was 11 had a chi Id 
in the program" which was used by 16.8 percent. Other choices were 
used less than 8 percent. 
TABLE I I 
PREVIOUS INVOLVEMENT OF 4-H LEADERS 
IN VOLUNTEER WORK OTHER THAN 4-H 
Description 
Whether 4-H leader has done 
volunteer work other than 
4-H during the past year 
Number of hours of 4-H lead-
er's involvement in volunteer 
work other than 4-H 
Whether 4-H leader's parents 
have done volunteer work 
Whether 4-H I eader 1 s husband 




Less than 25 hours 
25-99 hours 
100-299 hours 

















PERCEPTIONS OF 4-H LEADERS CONCERNING REASONS 
FOR BECOMING INVOLVED IN VOLUNTEER WORK 
Description Classification Number 
Reasons for becoming Wanted to help people 113 
involved in vo I un- Had a sense of duty 77 
teer work Hated to say no when asked 32 
Had a chi Id in the program 68 
Needed something ~lse to do 9 
Enjoyed watching others 
develop and achieve 85 
Hoped it would I ead to a 























Perceptions of 4-H Leaders 
Concerning 4-H Work 
32 
Percentages and frequencies were used to examine perceptions of 
4-H leaders concerning 4-H work, including how they first became in-
volved, motivation, what they personally enjoy about 4-H, and what they 
feel are the greatest benefits of 4-H to young people. Results con-
cerning each of these areas are now presented. 
Degree of i~volvement 
Degree of involvement in 4-H was measured in several ways. It was 
found that 67.8 percent of the 4-H leaders responding had been 4-H · 
members themselves. Of these, 20.8 percent had been members for 4 
years, and 20.8 percent had been members for 9-10 years. 
Of those responding, the number of years that they had served as a 
4-H leader varied from 1 year to 37 years. The highest percentages 
came from those who had been leaders 3 years with 14.2 percent, 5 years 
with 12.8 percent, and 11-15 years with 10.8 percent. Combining the 
percentages, the majority of the 4~H leaders responding (52.7 percent) 
had worked in 4-H 1-5 years. 
In regard ·to their own ch LI dren being 4-H members, 79. 3 percent 
reported that their children were members. Also 1.4 percent reported 
that their children had been members in the past, but were now out of 
the program. Within their fami I ies, 63.9 percent of those married re-
ported that their husbands were not 4-H leaders along with them. · 
When responding to the number of hours spent doing volunteer work 
for 4-H during the past year, 39.1 percent said that they had spent 25-
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99 hours and 39.1 percent said that they had spent 100-299 hours. The 
majority (70.2 percent) therefore reported working between 25 and 299 
hours as 4-H leaders. 
Seven hundred forty separate duties were I isted by the 153 4-H 
leaders responding, so most were involved in 4-H in several areas. Of 
the responses made, (19.5 percent) was "help 4-H members prepare for 
county 4-H events" the one responded to most. The second highest res-
ponse (17 percent) was to "lead a local club", fol lowed closely by 
"assist in a local club" (16.4 percent). All the possible responses 
were used with the range being only from 19.5 percent as the highest to 
14.2 percent as the lowest. 
Perceptions of 4-H leaders concerning how they first became involved 
In response to how the 4-H leaders first.became involved in 4-H, 
30.2 percent of the responses were "volunteered without being asked". 
The second highest response was that they were persuaded by "another 
4-H leader" (20.7 percent), fol lowed by being persuaded by their "own 
chi Id" (17.6 percent). One unusual aspect was that 8. 1 percent of the 
responses were that the "school principal" persuaded them to become 
4-H I eaders, and of these the respondents were a 11 teachers, indicating 
that 4-H is a school activity in these cases. Many checked more than 
one response to this question, indi~ating that several others were 
instrumental in getting them involved in volunteer 4-H work. Totally 
66.2 percent first became involved because someone else asked them to 
do so. 
TABLE IV 
DEGREE OF INVOLVEMENT OF 4-H LEADERS 
IN VOLUNTEER 4-H WORK 
Description 
Whether 4-H leader was a 4-H 
member as a chi Id 
Number of years of 4-H lead-
er's membership in 4-H as a 
chi Id 
Number of years of 4-H lead-
er's volunteer work as a 4-H 
leader 
Whether 4-H leader's child-
ren are 4-H members 
Whether 4-H leader's hus-
band is a 4-H leader 
Number of hours of 4-H lead-
er's volunteer work in 4-H 



























26 and over 7 
Yes 111 
No 27 
· Hav.e been in the past 2 
Yes 53 
No 94 
Less than 25 hours 18 
25-99 hours 59 
100-299 hours 59 
300-399 hours 9 
400-499 hours 2 
500-599 hours 2 










































Duties performed as 
volunteer 4-H leaders 
during the past year 
TABLE IV (Continued) 
Category 
Lead a local 4-H club 
Assist in a local 4-H 
club 
Lead 4-H members in 
specific projects 
·Help 4-H members pre-
pare for county 4-H 
events 
Participate in county 
4-H leaders counci I 
meetings 
Serve as an officer 
and on co~mlttees 
Other 
TABLE V 
PERCEPTIONS OF 4-H LEADERS CONCERNING 
HOW THEY FIRST BECAME INVOLVED 
IN 4-H VOLUNTEER WORK 
Description Category 
Person who first Extension Agent or EHE 
persuaded 4-H leader Another 4-H I eader 
to do 4-H volunteer 4-H members 








































In regard to the perceptions of the 4-H leaders concerning their 
reasons for becoming involved as a 4-H leader, 426 responses were given 
by the 153 leaders, again indication that several reasons were cons id-
ered responsible for each of those responding to become 4-H leaders. 
The most responses (26.3 percent) that were given were "had a chi Id in 
the program", fol lowed closely by "enjoyed watching others develop and 
achieve" with 25.4 percent of the responses. A third response given at 
a high rate (22.5 percent) was "wanted to help people". 
TABLE VI 
PERCEPTIONS OF 4-H LEADERS CONCERNING 
REASONS FOR BECOMING A 4-H LEADER 
Description 
Reasons for becoming 
involved in volun-
teer 4-H leadership 
Categories Number 
Wanted to help people 96 
Had a sense of duty 56 
Hated to say no when asked 18 
Had a chi Id in the program 112 
Needed something else to do 2 
Enjoyed watching others deve-
lop and achieve 108 
Hoped it would lead to a 
paying job 1 
Other 33 










On an open-ended question regarding what the 4-H leader personally 
enjoys most about 4-H, 4 responses were given most frequently with 8 
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others given to some degree. Most 4-H leaders responding I isted more 
than one area of enjoyment. 
The most frequent response (21. 3 percent) fe I I under the category 
of "development of the members" or watching the 4-H members grow and 
develop. The next most frequent response (20.7 percent) was "achieve-
ment of the members" or seeing the members try something and succeed. 
A frequent response was "the 4-H memebers themselves", or working with 
the youth which was 19.3 percent of the responses. A fourth high cate-
gory with 11 percent was "helping members learn and have fun with pro-
jects'', including the educational aspects of 4-H involved with project 
training. These four responses accounted for 72.3 percent of the re-
sponses given. Others are I isted on Table VI I, but.wi I I not be discuss-
ed here. 
TABLE VI I 
PERCEPTIONS OF 4-H LEADERS CONCERNING 
WHAT 4-H LEADER PERSONALLY ENJOYS 
MOST ABOUT 4-H VOLUNTEER WORK 
Category Number % 
Development of 4-H members (to help members grow) 64 21.3 
Achievement of the members (seeing members try 
something and succeed) 62 20.7 
The 4-H members themselves (working with the youth) 58 19.3 
Helping members learn and have fun with projects 33 11. 
Fellowship (being with other leaders, parents, etc.) 14 4.7 
Specific proj~cts (sewing, beef, horse, foods, etc.) 15 5. 
Benefits of the program for the 4-H memb~r 12 4. 
38 
TABLE VI I (Continued) 
Category Number % 
Family togetherness (working together in 4-H 
brings the family closer) 10 3.3 
Learning something myself 8 2.7 
Personal growth 7 2.3 
Personal achievement 6 2. 
Seeing merr,bers learn res pons i bi I i ty 6 2. 
Others 5 1. 7 
Perceptions concerning the greatest benefits of 4~H to young people 
On an open-ended question, the 4-H leaders were asked to respond to 
what they considered to be the greatest benefits of 4-H to young people. 
Four hundred fifty-eight responses were given by the 153 4-H leaders 
involved in the study, so obviously many I isted several benefits. These 
responses fe I I into 17 categories and an "others" which inc I uded severa I 
categories seldom used. The most widely used response was the "educa .... 
tional aspects, projects, and learning" provided by 4-H, and totalled 
12.7 percent of the responses given. Next came "leadership training 
and experience" given 9.4 percent of the total responses. The next 2 
responses tied with 8.3 percent each: "citizenship, caring and concern 
for others" and "achievement, accomplishment, recognition and awards". 
Another response given frequently was "cooperation and working with 
others", which was 7.6 percent of the total responses given. Other re-
sponses are I isted on Table VI I I with these reviewed. 
TABLE VI 11 
PERCEPTIONS OF 4-H LEADERS CONCERNING 
THE GREATEST BENEFITS OF THE 4-H 
PROGRAM FOR YOUNG PEOPLE 
Category Number 
Educational aspects, projects, and learning 
Leadership training and experience 
Citizenship, caring and concern for others 
Achievement, accomplishment, recognition, awards 
Cooperation and working with others 
Pub I ic speaking and communication 
Preparation for adulthood, career choice 
Making friends and meeting people 
Personal development 
Developing self-confidence, poise, self-assurance 
Variety offered in the 4-H program 
Involvement of the youth, keeping busy 
Developing responsibi I ity 
Developing sportsmanship 
Character-bui I ding 











































Perceptions of 4-H Leaders Concerning 
Closeness to their Own Children 
In regard to how close 4-H leaders who are parents feel that they 
are to their own chi l~ren, 54.3 percent of those 4-H leaders in this 
study_who are parents reported that they felt "very close" to their 
children, fol lowed by 32.8 percent who responded "close". Only 12.8 
percent responded "average" in rating their closeness to their children, 
and none rated their relationship as "distant" or "very distant". 
TABLE IX 
PERCEPTIONS OF 4-H LEADERS CONCERNING DEGREE 
OF CLOSENESS OF RELATIONSHIP BETWEEN 
4-H LEADERS AND THEIR OWN CHILDREN 
Degree of closeness Number 




Very close 76 
Perceptions Concerning Degree to which 4-H Leaders 







Five basic personality needs, Achievement, Affi I iation, Succorance, 
Nurturance, and Competition, were measured usi~g a Likert Scale~ Per-
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centages and frequencies were used to examine perceptions of 4-H lead-
ers regarding their need for each. 
In regard to Achievement (ambition, need to succeed, to achieve, 
to do one's best to accomplish something of great significance) the 
I a rgest percentage ( 31 . 1 percent) fe I I into the "average" category. 
It was fol lwed very closely by "very high" with 30.4 percent and "high" 
with 27 percent. A total of 11.5 percent was recorded for those rating 
their need for Achievement "low" and "very low". 
Affi I iation (need for people, friends, groups, to form strong at-
tachments) also responded with the largest percentage (36.9 percent) 
fal I ing into the "average" category. However, the "high" and "very 
high" categories total led 41.6 percent as compared to 21.5 percent total 
for the "low" and "very low" categories indicating a trend showing the 
strength of the need. 
In regard to the need for Succorance (need to receive help, encour-
agement, sympathy, kindness from others), again "averagen had the most 
responses with 33.6 percent of the responses. "Lown and "very low" 
total led 42.3 percent of the responses concerning Succorance with only 
24.1 percent total led for "high" and "very high", indicating a lack of 
this need. 
Nurturance (need to give help, sympathy, encouragement, kindness, 
to be generous) total led the highest percentage (39.6 percent) in the 
"high" category, fol lowed by 33.6 percent in the ':very high" category. 
This indicates a very strong need, since a total of 73.2 percent is used 
in the "high" and "very high" levels of the need. 
In regard to Competition (need to compete, to be involved in con-
tests, to have personal achievement measured in comparison with someone) 
the "very low" category included 30.2 percent which was the highest. 
The "average" category was next wlth 26.8 percent, fol lowed by 21.5 
percent in the "low" category. 
Mean FIRO-B 
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The FIRO-B consists of nine statements representing six categories 
of behavior which the respondent directs toward others (expressed) and 
that which he desires others to direct towards himself (wanted). The 
FIRO-B obtains six scores with the highest score being 9.00 and the 
lowest score 0.00. Mean scores are used in reporting the FlRO-B re-
sponses of 4-H leaders in order to compare their scores with the norms 
which have been estab I i shed for the FI RO-B which are based on mean 
scores. Fol lowing is a description of FIRO-B scores: 
Scores 0-1 are extremely low scores reflecting the lowest possible 
degree of this personality characteristic. 
Scores 2-3 are low scores reflecting a low degree of this person-
ality characteristic. 
Scores 4-5 are average scores with a moderate or average degree of 
the personality characteristic. 
Scores 6-7 are high scores reflecting an above or high degree of 
this personality characteristic. 
Scores 8-9 are extremely high scores reflecting the highest degree 
of the personality characteristic. 
The inclusion score assesses the degree to which a person associ-
ates with others. The expressed inclusion mean subscore of 4.19 in 
this sample of 4-H leaders is an average FIRO-B score with a moderate 
or average degree of expressed inclusion toward others. The wanted 
TABLE X 
-PERCEPTIONS CONCERN I NG DEGREE TO WH I CH 
4-H LEADERS POSSESS EACH OF THE 
5 BASIC PERSONAITY NEEDS 
Need 
Achievement (ambition, need 
to succeed, to achieve, to 
do one's best to accomplish 
something of great signifi-
cance 
Affi I iation (need for 
people, friends, groups, 
to form strong attach-
ments) 
Succorance (need to receive 
help, encouragement, sym-
pathy, kindness from others) 
Nurturance (need to give help, 
sympathy, encouragement, kind-
ness to others, to be generous) 
Competition (need to compete, 
to be involved in contest, 
to have personal achievement 
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inclusion mean subscore of 3.23 indicates a low degree of a need to be 
around others or to be involved in activities with others. This low 
score may be due to the nature of the sample since 91.5 percent of the 
sample are from farms or smal I communities under 5,000. 
Control scores measure the extent to which a person assumes respon-
sibi I ity for, makes decisions for, or dominates people. The expressed 
control toward others FIRO-B mean subscore of the 4-H leaders was 2.16 
reflecting a low degree of this personality characteristic. The wanted 
control fcom others FIRO-B mean subscore of the 4-H leaders was 3.94, 
reflecting a low to average degree of a desire for others to control. 
This indicates that the individuals tend to be cautious in independent 
decision-making and in assuming responsibi I ity. 
The affection score reflects the degree to which a person becomes 
emotionally involved with others. The expressed affection toward others 
FIRO-B mean subscore of the 4-H leaders was 4.26, which is an average 
score reflecting an average or moderate degree of the need to give 
affection. The 4-H leaders scored 5.86 mean subscore on the wanted 
affection from others which reflects an average to above average degree 
of the desire for affection. 
In summary, a profile of the 4-H leaders' FIRO-B responses indi-
cated that they have an average expressed inclusion score with a low 
wanted inclusion score; a low expressed control score with a low to 
average wanted control score; an average expressed affec+ion score with 
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CHAPTER V 
SUMMARY 
The purpose of this study was to identify the per"sona I i ty and 
social characteristics and motivations of people who volunteer as adult 
4-H leaders. This is important for Extension professionals who work 
with 4-H to help them identify and more effectively uti'I ize volunteers 
for the 4-H program in the future. 
Thirty-five counties in Oklahoma were randomly selected, equally 
from the five Extension districts, and from these, Extension _profession-
als were asked to identify sLx effective women 4-H leaders using a pre-
scribed criteria. The instrument used was a questionnaire devel~pe~ 
by the researcher using a portion adapted from Edward's Perso~al ·Pre-
ference Scale and using the FIR0-8. The questionnaire was checked by 
Extension professionals and tested with a group of 4-H leaders. 
The sample consisted of 153 women 4-H leaders. The majority were 
white, middle-aged, married, and living with their husbands and their 
2-4 children. Almost al I were high school graduates or above as were 
their husbands, and over one-third were college graduates or above. 
Over half were homemakers, ful I-time or part-time, along with a part-
time job outside the home. Over one-fourth were teachers. The pre~ 
dominant occupation for their husbands was agriculture, ful I-time or 
part-time, and 70 percent reported I iving on a farm or in the country 
with another 20 percent I iving in smal I towns. 
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In regard to volunteer'work other than 4-H, 83.7 percent had done 
other types of volunteer work with ~he majority having done 25-99 hours 
of volunteer work in the past year. Over half reported that their 
parents had done volunteer work and that their husbands were also in-
volved in volunteer work other than 4-H. 
When asked why they began volunteer work, "wanted to help people 11 
and "enjoyed watching others develop and achieve" were the dominant 
answers given by over one-fourth each. Others given frequently were 
"had a sense of duty" and "had a chi Id in the program". 
In regard to previous involvement in 4-H work, over half responded 
that they had been 4-H members themselves with those who were members 
4 years .and those 9-10 years predominant. Over 80 percent had child-
ren who were members of 4-H currently or had been in the past. Most 
spent 25-299 hours doing 4-H work during the past year. Almost al I 
reported more than one duty as a 4-H leader with most reporting several 
duties. Over half reported that their husbands were not also 4-H 
I ea de rs. 
In regard to how they first became involved in 4-H, over 30 per-
cent said that they "vo I unteered with.out being asked". Other frequent 
responses wer.e being persuaded by "another 4-H leader" or their "own 
chi Id". Many checked more than one answer to this question, indicating 
that severa I reasons or peop I e were· i nvo I ved in the decision. Tota I I y 
others persuaded them to be 4-H leaders 66.2 percent of the time. 
When considering reasons for becoming a 4-H leader, again several 
answers· were checked by most. The three highest responses (al I over or 
near one-fourth of the tota I) were: "had a chi Id in the program", "en-
joyed watching others develop and achieve", and "wanted to help people". 
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In regard to what leaders personally enjoy about the 4-H program, 
the most frequent responses fe 11 under the categories of "deve I opment 
of the members" (21.3 percent), "achievement of the members" (20.7 per-
cent), "the 4-H members themselves" (19.3 percent), and "helping members 
learn and have fun with projects" (11 percent). These four total led 
72.3 percent of the responses given. 
Their perceptions of the greatest benefits of 4-H to young people 
had 458 responses, so many of the 4-H leaders I isted several, and these 
fel I into 17 categories, indicating a broad range of perceived benefits 
of 4-H. "Educational aspects, projects and learning" was the most wide-
ly given response. 
In regard to closeness of the relationship with their children, 
over 85 percent rated their relationship "close" or "very close". None 
rated themselves as distant. 
When I isting their perceptions of their own needs, their need for 
Achievement was rated "high" or "very hig.h" by over 55 percent; their 
need for Affiliation was rated "average" to "very high" by 78.5 percent; 
their need for Succorance was rated "average" to "very I ow" by 75. 9 
percent; their need to give Nurturance was rated "high" to "very high" 
by 73.2 percent; and, their need for Competition was rated "very low" 
to 11 I ow" by 51. 5 percent. 
A profile of the 4-H leader 1 s-FIRO-B responses indicated that they 
have an average expressed inclusion subscore with a low wanted inclusion 
subscore; a low expressed control subscore with a low to average wanted 
control score; and, an average expressed affection subscore with an 
average to above average wanted affection subscore. These were express-
ed in mean scores and compared to the general population scores for 
rating. 
Conclusions and Discussion 
Demographic Information 
The results of the study agreed with Action (1975) and Payne, 
Payne, and Reddy (1972) in regard to married people volunteering more 
than others. This is especially applicable in a youth organization 
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such as this, as found by Boyle and Douglah (1964). The fact that over 
three-fourths had a chi Id in the program fits in with the family I ife 
cycle theory {Reddy and Smith, l, 1973) which explains that persons with 
school age children are most I ikely to work in programs in which their 
children are involved, i.e. youth organizations. This also coincides 
with the findings of Action (1975), Ward (1963), and Banning (1970). 
Angrist's (1967) findings also agree that as the children's ages in-
crease, women moved toward community activities and away from home-
centered activities. 
The description of the 4-H leader given by Banning (1970) was 
similar in age, marital status, number of children and occupation with 
this study's education level a little nigher. In regard to about half 
having been 4-H members as children, although they had 48.5 percent 
compared to the 67.8 percent in this study who had been 4-H members, 
the figures are comparable. The average time spent working in the 4-H 
program per year varied somewhat between the two, but it is difficult 
to tel I since the categories used were different. 
Personality Characteristics 
In regard to personality, Reddy and Smith (.1_, 1973) agreed with 
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the findings in the needs categories that 4-H leaders have high needs 
for Achievement and Affi IJation, since they I isted these as broad 
personality traits of volunteers. Smith and Nelson (1975) also I isted 
that volunteers needed social contacts which agreed with the high Affi I-
i at ion needs indicated by the 4-H leaders. However, whereas Reddy and 
Smith (_i, 1973) listed dominance and aggressiveness as a trait seen in 
volunteers, the FIRO-B subscores of the 4-H leaders reflected a low 
degree of expressed control toward others and a low to average degree 
of wanted control from others. In other words, they wanted more con-
·trol from others than they wanted to give others. This does not char-
acterize a dominant personality. However, this agreed with Smith and 
Nelson (1975) who characterized volunteers as being more group .depend-
ent than non-volunteers. 
Tapp and Spanier (1973) indicated that volunteers had a greater 
capacity for intimacy than non-volunteers and this coincided with the 
FIRO-B subscores of expressed affection toward others which was aver-
age and wanted affection from others which reflected an average or 
above average desire for affection. This again coincided with Smith 
and Nelson (1975) who stated that volunteers seek social approval and 
admiration from others. The inclusion FIRO-B subscores, however, did 
not reflect this because, although expressed inclusion toward others 
was average, the wanted inclusion from others indicated a low degree of 
that need. 
Motivation 
In regard to motivation one of the most surprising aspects was 
that 30 percent, the highest percentage recorded, indicated that they 
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"volunteered without being asked" although the study by Ward (1963) in-
dicated that less than 2 percent would do so. This might be explained 
by the findings of Turner (1972) that personal contact with the pro-
gram got people involved, since 67.8 percent of the 4-H leaders respond-
ing had been 4-H members as children as wel I as 80.7 percent having 
children who are currently 4-H members or who had been members in the 
past. This agreed with Freeman (1968) who found those most interested 
in volunteering as 4-H leaders were former 4-H members. Another vari-
able to be considered is that these leaders were rated as most effec-
tive by the Extension professionals in their county and so are not 
average leaders. The fact that a high percentage volunteered may be 
related to their effectiveness, i.e. that people who volunteer may be 
more motivated and so are more effective 4-H leaders. 
Of the remaining leaders, 66.2 percent indicated that they were 
asked to be leaders by others, including other 4~H leaders who ·seemed 
to be the most effective recruiters with 20.7 percent beginning as vol-
unteer leaders because another 4-H leader asked them to do-so. Another 
effective recruiter was their "own chi Id" who brought in 17.6 percent 
of the leaders. This coincided with findings by Payne, Payne, and 
Reddy (1972), Reddy and Smith (1_, 1973), and the National 4-H Volunteer 
Leadership Development Committee 1973 Report (1973), who said that 
people became more involved when personally asked to do so. This also 
agreed with the methods suggested by Kruse (1976) for 4-H leader re-
cruitment in Oklahoma. 
Reddy and Smith (~, 1973) and Payne, Payne, and Reddy ( 1972) both 
stated that parents' involvement in volunteer work would influence 
children to become involved and this influence would continue as adults. 
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In this study, it was found that 59.9 percent of the 4-H leaders had 
parents who were also volunteers, but this does not seem a large enough 
percentage to be conclusive. 
Reddy and Smith (l_, 1973) also stated that spouse's involvement 
influenced each other. However, this study found that, although 63.3 
percent of the husbands did volunteer work, only 36.1 percent were also 
4-H leaders. 
Reddy and Smith (.2._, 1973) found that people who are involved in 
one realm of volunteerism are involved in others, and this study agreed. 
It was found that 83.7 percent of the 4-H leaders had done volunteer 
work in the past year other than 4-H. 
In regard to reasons for volunteering, "wanted to help people" 
came out as the dominant reason for beginning volunteer work. This 
agreed with the findings of Action (1975) and Engs and Kirk (1974). 
In respect to 4-H I eadersh i p, "had a chi Id in the program" came out as 
the dominant reason. This agreed with Action's report (1975) when the 
respondents were divided by age group, ·i.e. parents of school age 
children responded more with "had a chi Id in the program". 
When asked about their relationship with their own children, 4~H 
leaders rated their relationshfps as close or very close. This may 
affect motivation in that they are close and want to work with their 
children, or they may be close because they work with their children. 
This question was not resolved with the research. 
Finally, in regard to the two open-ended questions and how they 
affect motivation, the first question regarding personal enjoyment of 
the 4-H volunteer work by the leaders came up with the highest four 
categories (total I ing 72.3 percent) al I in reference to the members, 
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their development, achievement and learning. This indicates that what 
4-H leaders enjoy about 4-H volunteer work is the aspect of helping 
youth and working with them. They view the program as for the youth, 
although according to Kruse (1976) the 4-H program has a two-fold ob-
jective, the second part of which deals with adult education. Apparent-
ly the 4-H leaders do not look at it that way. A total of only 7 per-
cent of the answers dealt with personal benefit and 3.3 percent dealt 
with the family relationship. 
The ~ost outstanding aspect of the final question was the Variety 
and number of answers given. Most leaders gave several answers, and 
they fit under 17 categories, so apparently 4-H serves many needs of 
youth and gives different things to different people. This variety in 
perception of the program by these people who work so closely with it, 
the 4-H leaders, may indicate that 4-H is serving the needs of youth 
and of leaders in ways needed by al I. 
A Profile of 4-H Leaders 
In summary, the sample consisted of 153 women 4-H leaders ident-
ified as very effective with the majority white, middle-aged, married, 
high school graduates or above with 2-4 children. Most have done other 
types of volunteer work besides 4-H in the past year. Over half had 
been 4-H members themselves, and over three-fourths had children cur-
rently 4-H members. Wei I over half of the respondents had been asked 
by someone to work in 4-H, usually another 4-H leader or their own 
chi Id. Almost one-third indicated that they had volunteered without 
being asked. The reasons given most for getting involved in 4-H were: 
"had a chi Id in the program", "enjoyed watching others develop and 
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achieve" and "wanted to he Ip peop I e". In regard to what they person-
a I ly enjoyed most about 4-H, almost three-fourths of the answers in-
volved working with youth themselves, including their development, 
achievement and learning. Many aspects were I isted as the greatest 
benefits of 4-H to young people, but the one given most frequently was 
"educational aspects, projects and learning". Over four-fifths rated 
themselves close or very close to their own children. In regard to 
needs, the 4-H leaders indicated high levels of the needs for Achieve-
ment, Aff i I iation and Nurturance and low levels of needs for Succorance 
and Competition. A profile of the 4-H leaders' FIRO-B responses indic-
ated that they have an average expressed inclusion subscore with a low 
wanted inclusion subscore; a low expressed control subscore with a low 
to average wanted control subscore; and, an average expressed affection 
subscore with an average to above average wanted affection subscore. 
lmpl ications for Use of the Research 
This research may be used ~y Extension youth agents to more effec-
tively identify potential 4-H leaders. The indication that people who 
volunteer usually do so in several areas is relevant in identifying 
potential leaders in the community, i.e. those who volunteer in other 
programs would be the best to recruit for 4-H because they are more 
I i ke I y to do it. 
Another important finding in regard to recruitment of 4-H leaders 
is who should recruit. According to the research, people become in-
volved when c6ntacted by another person. Usually another 4-H leader or 
the potential recruit'i own chi Id are the most effective recruiters. 
Therefore these people must be uti I ized in doing recruiting. The 
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Oklahoma 4-H for Century _1_1_1 (Kruse, 1976) uses a committee of leaders 
for recruitment, rather than trying to do it themselves. 
Further, nearly one-third of the 4-H leaders surveyed indicated 
that they volunteered without being ask~d. Extension ~outh agents need 
to realize that these people exist, and to strive to get their attention 
in presenting programs to civic groups. It must also be realized that 
since one-half of the 4-H leaders surveyed had been 4-H members them-
selves, that recruitment of 4-H leaders of the future is going on right 
now with the youth who are currently 4-H members. These wi I I be the 
people who wi I I volunteer in the future, and they must feel that the 
4-H program values their past experience and know-how. 
Since almost three-fourths of the 4-H leaders in the survey in-
dicated that the factors they enjoy most about working with 4-H involve 
the youth themselves, including their development, achievement, and 
learning, these factors must be stressed in recruiting materials and 
presentations. Leaders who are being trained as recruiters should be 
made aware of these identified strengths and rewards of 4-H for leaders, 
and they should be used in discussing 4-H leadership benefits with 
potential recruits. 
In regard to recruiting 4-H members as wel I as 4-H leaders, the 
broad scope of benefits of 4-H for the youth I isted by the 4-H leaders 
should be considered. These areas, rather than particular projects, 
need to be stressed in recruiting materials and presentations. SI ide 
shows and movies should be used with al I these areas incorporated so 
potential 4-H leaders and members wi I I see something that appeals to 
them in the presentations and be more I ikely to join. These areas 
should also be considered in working with current leaders to evaluate 
_.,..,,,,-
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their county program. Al I of these benefits should be available to 4-H 
members in each 4-H unit, so each member can get what he/she desires 
from the 4-H program. 
When working with 4-H leaders in the counties of Oklahoma, Exten-
sion youth agents should be aware of the personal needs identified by 
these 4-H leaders surveyed, and strive to fulfi I I these needs. First, 
leaders identified a need for Achievement. This can be fi I led at least 
partially by recognizing good work and presenting awards as wel I as 
pub I ic recognition for good work by the leaders and their clubs. Fur-
ther, it can be fi I led by a simple "thank you" from a 4-H member, and 
agents should encourage the 4-H members to show appreciation to the 
leaders. Training offered to the leaders in the county is also a 
valuable aid to feeling Achievement, because completing training can 
give the leader a personal feeling of Achievement. 
Second, the need for Affi I iation and the average expressed inclu-
sion needs of the 4-H leader can be partially fi I led by the 4-H program. 
County and state leader's meetings as wel I as simple social functions 
within the county are valuable so the leaders can get together and 
discuss their problems and successes. The Extension youth agents can be 
instrumental in this by advertising out-of-county meetings where the 
leaders can get together, by planning and encouraging social functions, 
and by providing time in meetings for informal discussion and sharing. 
The need to give Nurturance and the average expressed affection 
and the average to above average wanted affection of the 4-H leader 
seems to be fulfi I led in part by their contact with the 4-H youth. 
However, individual leaders should be utilized in the 4-H program where 
they wi 11 get this need fulfi I led as they desire. The preteen 4-H 
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members need to receive Nurturance and affection more than those 4-H 
members who are in their teens apparently do. Therefore, the 4-H lead-
er who has a high need to give Nurturance should probably continue to 
work with younger 4-H members, even when her own chi Id graduates on 
into older clubs. The Extension youth agent can help in finding the 
right area in which each leader should work, and in encouraging each to 
work with those they enjoy the most. 
Finally, looking at the control subscore of the FIRO-B, Extension 
youth agents should be aware that, although the 4-H leaders have a low 
expressed control, they also have a low to average wanted control score. 
The 4-H leaders profiled here, therefore, want to help the 4-H members 
without "running" the club, but they also want some control. Fulfi I I ing 
this wanted control is at least partly the function of the Extension 
staff in providing materials, guide I ines, and counseling to each 4-H 
leader to help her in working with her local 4-H club. 
This research, therefore, has identified several traits of 4-H 
leaders that wi I I assist in recruiting and working with 4-H leaders. 
Since this research was conducted only with women 4-H leaders who were 
identified by the Extension youth agents as effective leaders, addition-
al research should be conducted with al I 4-H leaders in Oklahoma, 
including men 4-H leaders. To give a more complete picture, research 
might also be needed with individuals who once served as 4-H leaders 
for only a short time then dropped out, to see if they vary·from other 
leaders who remain a long period of time. 
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DIRECTIONS: Please check l-.-) the answer to ea.ch of the questions in the space 
providert, or fill in the blank. If the question is one th~t doesn't apply to you, 
such aa those concerning husband if you a.re not married, mark the question N/A. 
Pleu.se do not leave questions blank. There are no right or wrong Mswers. Your 












__ Married, living with spouse 
__ vivorced/separated 
__ Widowed 
__ Single, never been married 
6. What is the highest education level your 
husband has completed? 
7. What is your occupation? 
8. What is your husband 1 S OCCUpation'f 
9. Where do you live'f 
__ On the fann er in the country 
_::imall town under 5,000 
_'!'own under 25, 000 
__ City of 25,000 to 50,000 
__ Uity of 50,000 or more 
10. How many children do you have? 
5, What is the highest education 
level you've completed? 
VOLUNTEERISM: 
'l'he following are examples of types of organizations which use the services 
of unpaid volu.~teer workers: 
-Hospitals, clinics, & 




-Youth p~ograms, such as 
4-H, Scouts~· etc. 
-Recreation progr,ams 
-Citizenship groups, 
such a.a V .F.W., .~er­
io,i.n Legion, e ~c. 
-Social and welfare groups 
-Civic & community groups, 
such as Lions, Rotary, etc, 
-Political groups 
11 • During the paat yeci.r, .J.i.nuary, 
1976, through December, 1976, 
have you done ~ny type of vol-
unteer work for an org;mization 
such crn those listed ;;.bove or 




12. About how many hours of volunteer 
work in ,,ddi ti on ·to it-H did you do 
du:ring this 12-month period'? 
__ Less than 2) hours 
__ 2)-99 hours 
__ 100-299 hours 
_300 hours or more. Snter 
'lj)prox.i1~ tte number here 




16. Were you a 4-H 111ember? 
__ Yea 
No 
If yes, how many years were 
yo!I ~- 4-H member? 
17. How many years have you bwen a 
4-H leader? 





14. Did your p3-rents in the p-i,a~, or, do your 
parente curr<>ntly do volunteer work? 
__ Yes 
__ No 
1 ). Please think b,wk to the first volunteer 
work you ever did. 'w'hat were you.r re:i.sons 
fo.c doing volunteer work at th;i, t ticie? 
(~~a,rk all thitt apply.) 
__ W;;.nted to help people 
Had l sense of au ty 
__ H,ited to So-iy n" when tsked 
Ha.d a ch.i. ld in the progi' .:..ru 
__ ;~eederl. sornethini.r else to do 
__ Enjoyed wa~ching others develop ,~ 
ri,chieve 
__ Hoped it would lead to a paying job 
__ Other. Ple1~se spe<"lify _______ _ 
19. Is your husband also a 4-H leader? 
__ Yl'ls 
__ No 
20. Who. fir:~t pBrsii ided yo11 to beCJ'lle Z1 ,t-CJ 
leci,der? 
__ Extenaion agent or Home Economist 
__ ).nothel" ,1-ll leader 
__ ,!-H 111ember"I 
__ Your own child 
__ Volunteered without heing asked 
__ Other. Plea,se specify ______ _ 
21. What were your reasons for becom-
in~ a 4-H leader? (Mark all that 
apply.) 
____ Wanted to help people 
___ Had a sense of duty 
____ Hated to say no when asked 
___ Had a child in the Proifl.Tam 
-~Needed somethin~ else to do 
__ En.ioyed watchirui: others deve-
lop & achieve 
__ Hoped it would lead to a pay-
irui: .iob 
__ Other. Please specify __ . 
22. About how many hours of volunteer 
work did you do cia a 4-H leader 
January, 1976, to December, 1976? 
~Leas than 25 hours 
__ 25-99 hou-rs 
__ 100-299 hours 
_300 or 111ore hours. F:frter 
approximate number here ______ • 
23. What duties do you perrorm as a 4-H 
leader in your countv? (Mark all 
that "pplv.) 
____ Lead a local club 
65 
____ Assist in a local 4-H club by tele-
phoning members, chaperoning or tak-
ing members to events, etc. 
____ Lead 4-Hers in specific projects, such 
as beef, clothing, horse, etc. 
__ Help 4-Hers prepare for county 4-H 
events, such as Speech Contest, 
Share-the-~'un, etc. 
____ Participate in county 4-H leader's 
council meetings, training, etc. 
___ serve as an officer or on committees 
with other county 4-H leaders & 4-Hers 
in planning & conducting events, etc. 
____ Other. Please specify ____________ _ 
24. As a 4-H leader, what do you personally enjoy most about your work in 4-H? 
25. What do you think are the grea.teat benefits of the 4-H program for young people'( 
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RELATIONSHIPS: 
26. If you are a parent, how would you 
ship with your children? 
rate the degree of closeness of your relation-
_Very distant __ J>istant _Average _Close __ Very close 
27. We all have basic personality needs. Would you please rate the degree to which 
you feel you possess each of the following personality needs? Use the 1-5 point 
scale, 1 being the ~ level of the need, while 5 represents the highest level 
or the need. Circle the nuaber that best describes your need or each. 
Aabition, need to succeed, to achieve, to do one's best 
to accomplish something of great significance. 
Beed for people,- friends, groups, to fom strong 
attachments. 
Need to receive help, encour888111ent, sympathy, kindness 
from others. 
Need to give help, syapathy, encouragement, kindness 
to others, to be generoua. 
Need to C0111pete, to pe involved in contests, to have 











28. Please answer the following sections with your first thought on the question. 
Further instructions are above each section. 
For each statement below, decide which of the follewin11 answer.; best applies to you. Place die 
~ of tile answer In the box at the left of the statement. Please be as honest as Y°" cu. 









I. I try to be with people. 
2. I let other people decide what to do. 
3. I join social groups. 
4. I try to have dose rclntionships with 
people. 
5. I tend to join social organization5 
when I have an opportunity. 
o. I let other people slrongly inHucnce 
my actions. 
7. I try to be included in informal social 
activities. 
8. l try to have close. personal relation-
'hips with people. 
D 9. I try to include other people in my plans. 
D I 0. I let other people control my actions. 
D I J. I try to have people around me. 
D 12. I try to aet close and personal with 
people. 
D 13. When people an: doing thin1s toaether 
I tend to join them. 
D 14. I am easily led by people. 
D 15. I try to avoid being alone. 







For each of the next group of statements, choose one of the following answers: 
I. most 2. many 3. some 4. a few S. one or two 6. nobody 
people people people people people 
D D 23. try to get dose and personal w1tt'> 17. I try to he friendly to people. people. 
D 18. I let other people decide what to do. D 24. I lei other people control my actions. 
D 19. My personal relations with people are cool and distant. 
D 25. I act cool and distant with people. 
D 20. I let other people take charge of things. 
D 21. I try to have close relationships with D 26. I am easily led hy people. people. 
D 22. l let 01her people strongly influence D 27 
I try to have close, personal relation· 
my actions. ships with people. 
For .. ell of the next group of staltmenls, choose one of the following answers: 
I. lllGllt 2. -y 3. some 4. a few S. one or two 6. nobody 
people people people people people 
D D 35. like people to act cool and disrant 28. I like people to invite me to things. toward me. 
D 29. I like people to act close and personal with me. D 36 I try to have other people do things the way l want them done. 
D 30. I try to inffuence strongly other peo-pie's actions. 
D 37. I like people to ask me to particip<1te 
D 31. I like people to invite me to join in 
in their discussions. 
their activities. 
D 38. I like people to act friendly toward D 32. I like people to act close toward me. me. 
D 33 I try to take charge of things when I D .19. I like people to invite me to partici-am with people. pate in their activities 
D 34. I like people to include me in their D 40. I like people 10 ;\rt rJistant toward me. activities. 
For eaclt of tlte next croup of stalemmls, ~ one of !be foUowing answers: 
1.-Uy 2. often 3.-times 4. occasionaUy ~. rarely 6. never 
D 41. 1 try to be the dominant person when D 48. I like people to include me in their I am with people. activities. 
D 42. 1 like people to invite me to things. D 49. I like people to act close and personal with me. 
D 43. 1 like people to act close toward me. D 50. l try to lake charge of things when I'm with peoole. 
D 44. I try to have Olher people do things I D 51. I like people to invite me to partici~ want done. pate in their ac1ivities. 
D 45. l like people to invite me: to join their D activities. 52. I like people to act distant toward me. 
D 46. I like people lo act cool and distant D 53. I try to have other people do things toward me. the way I want them done. 
D 47. I try to inftucnce strongly 01her peo-- D 54. I take charge of things when I'm with pie's actions. people. 
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